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he development of Boston's Seaport District will create thousands of full-time employment
opportunities over the next decade.  To ensure equitable access to these opportunities for
Boston's communities of color, it is imperative that organizations offering employment-
training programs begin to take these opportunities into account now in their training efforts.
The Center for Community Economic De velopment (CCED) at the Un i versity of
Massachusetts Boston has prepared this report, The Development of Boston's Seaport District:
Employment Opportunities and Community Strategies, as a step in becoming informed about
these opportunities.
This study examines employment opportunities to be created in three industries pro-
jected to be critical employers in the Seaport District:  hospitality, legal services, and insur-
ance.  For each industry, we examine the occupational opportunities for people without a
four-year college degree.  In addition, we provide information on case studies in the areas of
linkage and development resulting from military-base closings that provide lessons that can
be applied to the development of Boston’s Seaport District.  Our general findings and major
findings for each industry are described in the sections below.
General Findings
Perhaps our most important overall finding is that the major industries that are likely to
provide the greatest number of employment opportunities in the Seaport District are all ser-
vice industries.  Service industries have several common characteristics that impact employ-
ment opportunities.  First, wages are generally lower in service industries than in others.
Although we find some higher wage opportunities, particularly in the legal services industry,
many of the critical occupations in the major service industries pay relatively low wages.  A
second finding is that lack of English-language skills, both verbal and written, is likely to be
a barrier to employment for many of Boston’s residents.  The vast majority of jobs in the three
major industries we studied involve contact with customers, which necessitates excellent
English-language skills.  Jobs that involve limited contact with customers, such as "back of the
house" jobs in hospitality including cleaning, maintenance, and food preparation, tend to be
among the lowest paid in the industry.  English-language skills are also a prerequisite for mov-
ing to supervisory positions in each of the three industries we studied.
From the case studies, our most important finding is that programs that seek to provide
access to employment opportunities in newly developed areas are most effective when specif-
ic interviewing and hiring commitments are obtained from employers.  In addition, where
development can be planned to include specific industries and employers that provide high-
er-wage jobs and access to employment for low-income residents, the result is often more
employment opportunities and improved access for community residents who need jobs.
Major Findings for Hospitality Industry
• With a demand for more than 4,000 new hotel rooms in Boston by 2008, employment
demand in the hospitality industry will be substantial.  Growth projections for occupa-
tions in the hospitality industry over the next five years are strong.
• More than 80% of the jobs open to people without four-year college degrees will be
entry-level positions requiring very minimal levels of experience and education.  These
positions may provide access points for the clients of community-based training
providers.
• English-language skills are an important barrier to moving from lower-paid, "back of
the house" jobs such as cleaning, maintenance, and food preparation, to higher-paid,
"front of the house" positions such as waiter and waitress, hotel desk clerk, and super-
visory positions.
• While wages for many positions in the hospitality industry are low, there is hope that
current union organizing efforts in Boston's hospitality industry may result in increas-
ing wages for workers.
• There are several examples of effective training programs, both locally and nationally,
that can be replicated by local providers.
Major Findings for the Legal Services Industry
• Spurred on by lack of office space in the financial district and the building of the J.
Joseph Moakley Federal Courthouse in the Seaport District, law offices are eager to
locate in the Class-A office space that is planned for the Seaport District.
• Pre-baccalaureate employment in the legal services industry is spread quite evenly
among entry-level positions and those that have potential for increasing wages.
Employment-training programs that promote career-ladder development and wages suf-
ficient to support a family in the greater Boston area are possible in this industry.
• Legal services wages are the highest of the three industries we studied for this report.
Growth projections for many of these occupations are also strong.
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Major Findings for the Insurance Industry
• The occupational structure in the insurance industry, similar to that in the legal services
industry, is spread across occupations that could potentially support career advance-
ment.
• However, the wage potential in critical occupations in the insurance industry is not as
high as it is in the legal services industry.  Furthermore, the growth projections for many
of the critical industries in the insurance industry are very low or negative over the next
five years.
Recommendations
The following recommendations are based on the research conducted for this report and
are presented in detail in the following pages.  They are divided among three sets: 1) planning
process; 2) infrastructure; and 3) workforce development training.
Planning Process
• Ensure community representation in the planning and approval processes for the devel-
opment projects, with the goal of obtaining hiring commitments for residents of
Boston's communities of color;
• Ensure that all agreements reached with developers and employers in the Seaport
District include provisions for community oversight and stringent sanctions for failure
to meet the terms of the agreements;
• Create a working relationship with public workforce development funders to obtain
commitments of training resources to support employment training for the critical
industries and occupations identified in this report.
Infrastructure
• Coordinate with groups working on transportation plans for the Boston Seaport
District to ensure that public transportation access from Boston's communities of color
is direct, unimpeded, and scheduled in accordance with work and training schedules for
the occupations being pursued;
• Work with developers, public officials, and unions to provide on-site training facilities
within project developments.  A training site for the hospitality industry appears par-




• Identify those employers who are likely to locate in Boston’s Seaport District and work
with them to develop training programs that meet their specific skill needs for critical
occupations; obtain interviewing and hiring agreements for training-program graduates
in return;
• Identify career pathways for occupations covered by entry-level training programs and
pursue curriculum development and funding opportunities, in partnership with private
employers, for these programs.
Finally, ongoing surveillance of the development of the Boston Seaport District and the
employment opportunities generated by that development is a necessary component of a suc-
cessful plan.  As projects begin to be built, a great deal of additional information regarding
specific employers planning to locate in the Seaport District will become available.  A process
to continually obtain, track, and disseminate this information in a timely manner must be
developed and implemented.




his report provides information on the full-time employment opportunities that will be cre-
ated by the Boston Seaport development process.  The development of Boston's Seaport
District will create thousands of full-time employment opportunities over the next decade.
To ensure equitable access to these opportunities for Boston's communities of color, it is
imperative that organizations offering employment training programs begin to take these
opportunities into account now in their training efforts.  This report is the first step in help-
ing these groups to become informed about these opportunities.
The Center for Community Economic Development (CCED) of the University of
Massachusetts Boston produced this report as part of its Seaport Community Access Project.
This initiative, which has benefited from the generous support and participation of commu-
nity leaders, city officials, and local funders, as well as university administrators, faculty, staff,
and graduate students, is designed to promote the involvement of communities of color in
the Seaport planning process, and to ensure their participation in the long-term economic
benefits associated with the development of the Seaport. The need for information on
employment opportunities and hiring was identified by community representatives as critical.
In addition, we hope that advocacy organizations and unions will also use this report in their
work to develop strategies for equitable access to the opportunities of Boston’s Seaport
District for Boston’s communities of color.
In this report, we offer a brief introduction to four parcels of property in Boston's
Seaport District that are scheduled for development over the next five to ten years.   These
parcels have been selected because they contain the majority of the area that will have devel-
opment that results in permanent employment.  Each property's current development plans
are detailed and the types of development usage currently envisioned for each are described.
In the next sections, we detail the occupational make-up of industries likely to locate in the
Seaport District and the skill needs and educational requirements for accessing these employ-
ment opportunities.  We also describe potential career ladders that may be pursued from
entry-level positions within each of these industries to allow employees to transition to sus-
tainable wages.  We provide recommendations for Boston's employment training communi-
ty to promote access to employment opportunities in the Seaport District.  In addition to spe-
cific information about developments in the Seaport District, we also provide information
from two case studies of employment opportunities created by major development projects.
Finally, we provide recommendations for employment training providers to obtain access to





mployment projections in this report were made using the latest publicly available data
from each proposed development project’s Draft Environmental Impact Review and Article
80 filings with the state and city, respectively.  Although these numbers are estimates, they
demonstrate the approximate magnitude of the employment opportunities that will be avail-
able in the Seaport District. 
Occupational projections for the portions of development projects where the industry
is known, such as restaurants, are based on occupational matrices of individual industries sup-
plied by the Massachusetts Department of Employment Training.  These matrices identify all
occupations that represent more than 0.5% of employment in that industry. The matrices
for relevant industries are located in Appendix A.  Within the matrices, we also provide infor-
mation on the mean and median wages for each occupation, drawn from the Occupational
Employment Statistics (OES) survey.
The occupational matrices serve three main functions.  First, an examination of the
wages paid for the most important occupations in an industry gives an indication of whether
or not an investment in training programs for these occupations is likely to provide a payoff
for workers.  Second, an examination of the occupational mix in an industry allows providers
to focus on large and/or fast-growing occupations within an industry when determining the
focus of new program efforts.  Finally, an analysis of the mix of jobs at different skill and train-
ing levels provides information on the potential for developing career ladders within an indus-
try.
Career-ladder potential is defined by levels, each job categorized by level, with a mix of
levels indicating the existence of a career pathway. The levels are a qualitative measure that
demonstrates the approximate location of particular occupations within an occupational
pathway. To construct these levels, the occupations were first grouped on the basis of similar
but progressive job functions and skill sets.  Then, skill and educational requirements were
examined.  Within an occupational family, levels one, two, and three generally reflect increas-
ing wages.  However, wage levels are not comparable across occupations due to the inherent
inequities of the labor market.  Within an occupational pathway, higher levels generally
require additional skills, experience, and/or educational attainment.  The additional amount
of increased skills, experience, or education required to advance from one level to another
varies across different occupational pathways.  None of the positions in the occupational
matrices generally requires a bachelor’s degree as a condition of hiring, although some incum-
bents in these jobs may have one.  In the illustrations included in this paper, level-four posi-
tions are those that require a bachelor’s degree or additional education for entry and the cat-
egory "unaccounted for" is an aggregation of all occupations in an industry that contain less
than 0.5% of total industry employment each.
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Providing information about occupations in the part of the development where Class-
A office space is a major component presents a number of challenges.  Until a project has
received all approvals and is nearing completion, it is unlikely to have tenants signed up to
rent space.  Therefore, it is diffifcult to know with any certainty which industry or industries
will be represented.  This is true for the development projects discussed in this report.
Therefore, we provide information on two industries likely to be heavily represented in the
Class-A office space of the Seaport District: insurance and legal services.  Occupational infor-
mation for these two industries and the restaurant industry will be provided in the occupa-
tional matrices described above.
For the major occupations within each industry, we describe the education and skill
requirements of the jobs.  This information comes from two main sources.  The United States
Bureau of Labor Statistics produces research describing the educational requirements of occu-
pations included in the OES study. Also, CCED has conducted extensive employment
research on occupations and skill and educational requirements for critical industries in the
greater Boston area.  The knowledge gained through interviews with employers and labor-
market intermediaries has been brought to bear on the research for this report.
Finally, within each industry we describe potential career pathways to enable employ-
ment training providers and their clients to think beyond access to entry-level employment in
the Seaport District to what is necessary to advance to positions that offer the increased wages
and benefits that are necessary to ensure family self-sufficiency. We use the Self-Sufficiency
Standard, a measure of the level of income required to cover basic living costs in the regular
"marketplace" without public or private subsidies, to examine basic household-income




his research report focuses on the employment opportunities that will be derived from four
development areas in the Boston Seaport District:  the Fan Pier Development Project, the
Boston Convention and Exhibition Center (BCEC), the Fan Pier Gateway Development,
and the Commonwealth Flats Development Area (see table 1).  These areas were selected for
two reasons.  First, these developments are the furthest along in the approval process, which
means the most specific data on size and usage of these developments are available from the
developers of these projects.  These data include square footages of developed space, the gen-
eral usages of these spaces, and some very rudimentary employment projections.  Second,
these developments, taken together, represent the vast majority of space to be developed in
the Boston Seaport District, and therefore will provide the majority of permanent employ-
ment to be generated by the new development.  Additional details about these development




Fan Pier Development Project
The size of the Fan Pier Development Project, popularly known as the Pritzker
Development, has been reduced from 3.3 million square feet to 2.9 million square feet.3 The
proposed development includes over 1 million square feet of Class-A office space, a 700,000
square-foot hotel, and a new building to house the Institute for Contemporary Art.  This
development project is likely to be a significant source of demand for labor in all three of the
industries described in this report.
Boston Convention and Exhibition Center (BCEC)
Plans for the BCEC were very much in flux at the time this report was prepared.  As of
February 17, 2001, a compromise financing plan was accepted by the Massachusetts
Convention Center Authority Board of Directors, which reflected slight reductions in the
amount of meeting and exhibition space and in the number of parking spaces.4 An overall
6%-8% reduction in space from the original 1.7 million square-foot development is antici-
pated.
Associated with the BCEC is a $270 million "headquarters" hotel to be developed by
Starwood Hotels & Resorts International, in cooperation with local partner Carpenter &
Co.5  Most of the estimated 3,000 permanent jobs to be created by the BCEC will be in the
hospitality industry.
Fan Pier Gateway Development
The Fan Pier Gateway Development, commonly known as the McCourt Development,
consists of two plans.  Plan A contains a total of 3.36 million square feet of developed space,
including 2 million square feet of office space and 394,000 square feet of hotel space.  Plan
B, which was predicated on the reduction of the Pritzker plan to 2.1 million square feet, con-
tains 2.9 million square feet of total developed space, including 1.4 million square feet of
office space and 327,000 square feet of hotel space.  Because the Pritzker plan was only nego-
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Square Footage of Proposed Project Developments
Source: Draft Environmental Impact Review filings.
aThe BCEC plan is currently in negotiations which appear likely to result in reduction in size of the project.  The hotel and other surrouding buildings are not
included in the documents that are currently available.
tiated down to 2.9 million square feet of developed space, it is not clear which plan McCourt
will seek approval for.  However, both plans contain substantial Class-A office space and a
hotel, making this report relevant to either plan as the development of this property goes for-
ward.
Commonwealth Flats Development Area
The Commonwealth Flats De velopment Area is a 30-acre site owned by the
Massachusetts Port Authority (Massport) that consists of thirteen separate parcels.  Massport
plans to develop these parcels to include an estimated total development of 3.4 million square
feet, generating an estimated 16,000 to 17,000 jobs.  Two development projects are current-
ly being proposed, one for a 470,000 square-foot office building and a six-hundred-room
hotel.
Employment estimates from development proposals are necessarily broad and should be
used as baseline data only for what levels of employment will eventually be made available as
a result of a particular proposal.  Despite occupational information being based on percent-
ages of employment within particular industries rather than on specific development projects,
specific numbers of jobs to be created can only be estimated within broad parameters.
Employment Opportunities in Three Critical
Boston Industries
G
iven the size of the area proposed for development in the Boston Seaport District, there
will be a diverse set of industries located in the district once construction is completed.  In
this report, we focus on three industries that will generate critical demand for labor: hos-
pitality (hotels and restaurants), legal services, and insurance.  Information about hotel and
restaurant usage is the most complete because of the specialized facility needs of the hospital-
ity industry.  Because legal services and insurance are both users of Class-A office space, we
are less certain about the total levels of employment to be generated in each of those indus-
tries.
In this section of the report, we provide an occupational overview for each industry, out-
lining the most common occupations in each sector, including the percentage of all jobs in
the industry that do not traditionally require a bachelor's or higher-level degree, and the per-
centage of jobs in each level of employment.6 For some of the most common occupations
in each industry, we provide information on skill and experience requirements and, where
available, examples of successful training programs that have targeted the specific occupation
and industry under discussion.  Finally, for each industry, we provide an analysis of the career-
ladder potential for positions that do not require a bachelor's degree and offer a set of rec-
ommendations for accessing employment.
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Hotels and Restaurants:  Employment in the Hospitality Industry
The hospitality industry may provide communities of color the greatest degree of
opportunity for employment of all the industries studied in this report.  Each of the four plans
discussed in this report includes a hotel as part of the overall project, responding to the well-
documented need for additional hotel space in the city. Even taking into account the hotels
planned as part of the Seaport District, the Boston Redevelopment Authority estimates that
an additional four thousand hotel rooms will be required in Boston and Cambridge by 2008.7
Each hotel will likely contain one or more restaurants providing additional employment
opportunities.  Restaurants may also utilize a portion of the space described as retail space in
the project descriptions.  Overall, the hospitality industry appears likely to have a strong
impact on employment in the Boston Seaport District. Finally, the fact that a number of
Boston organizations serving communities of color have experience working with the hospi-
tality industry, particularly the Seaport Hotel, which is located near the Boston Seaport
District, demonstrates the employment training possibilities for this industry.
Occupational Overview
The hospitality industry consists of two important sectors:  hotels and other lodging
places and eating and drinking establishments.  Employment in eating and drinking estab-
lishments does not generally require a bachelor's or higher-level degree, with 81.7% of
employment in hotels, and 84.9% of
employment in eating and drinking
establishments distributed among the
first three job levels.  (Specific jobs,
mean and median wages, and growth
projections are shown in Appendix A,
table 1.)  These levels of employment
are sufficiently high to provide a pool
of employment opportunities for
clients of community-based employ-
ment training providers.
In addition to total employ-
ment, employment training providers
may also be interested in the opportunities for employment that exist at various levels of expe-
rience, skill, and educational attainment (see figure 1).8 Levels one through three represent
positions that require less than a bachelor's degree.  Level-four positions generally require a
bachelor's or higher-level degree, although exceptions may be made for individuals who have
acquired the requisite skills through other means.  The column labeled "unaccounted for" is
an amalgamation of positions that each represent less than 0.5% of total employment in an
industry and therefore are not reported in the data.
Nearly two-thirds of total employment in hotels is categorized as level one, entry-level
employment, requiring limited skills and experience, and with limited wage potential.  An
The Development of Boston’s Seaport District: Employment Opportunities and Community Strategies
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Figure 1
Employment by Levels: Hotels and Other Lodging Places
O. Steven Quimby
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additional 7% of employment is cate-
gorized as level two and 8.5% as level
three.  In practical terms, this means
that the potential for advancement to
employment opportunities with sus-
tainable wages, according to the Self-
Sufficiency St a n d a rds for
Massachusetts,  is limited in the hotel
sector.9 Examples of training pro-
grams in this sector are described in
the next section.
Compared with the hotel sector, employment in eating or drinking establishments is
even more heavily concentrated in level-one positions (69.4%), with less than one percent of
employment in level-three jobs (figure 2).  As shown in the occupational matrix presented in
table 2 of Appendix A, employment in this sector of the hospitality industry is confined to a
relatively few occupations, which further restricts advancement opportunities.
For the level-one positions that predominate in both sectors, the average wage is less
than $10.00 per hour.  For some positions, such as waiters and waitresses and baggage porters
and bellhops, wages are augmented by tips, which vary widely depending upon the shift
worked and the clientele of the establishment, and are governed, to some extent, by chance.
However, for the most part, the earning potential for level-one positions is limited to employ-
er-paid wages.  
Despite limitations, level-two and level-three positions, represent potential opportuni-
ties for career and wage advancement.  However, in the two industry sectors we’ve just
described, the highest-paid level-three positions do not offer wages over $16.00 per hour, on
average, a level that is still below the Massachusetts Self-Sufficiency Standard for wages.
An encouraging factor is that growth projections for occupations in each of these sec-
tors of the hospitality industry are positive through 2006, in several cases strongly so.  Growth
rates for employment are 14.6% for hotels and 13.3% for eating and drinking establish-
ments.1 0 Union organizing in Boston’s hospitality industry is an additional factor that has
the potential to increase wages and benefits for workers even further.
Experience and Skill Requirements
Experience and skill requirements for many of the level-one positions in the hospitality
industry sectors we’ve described are fairly minimal.  While experience in similar occupations
or other customer-service occupations is desirable, a successful work history in any job is often
enough to access employment in service positions.  Certain positions, however, do require
state or industry certification in food handling and alcohol service.
Level-two and level-three positions generally require additional experience and specific
skills in return for higher wages.  Specific skills required and the methods for obtaining them
vary widely by industry and occupational cluster.  Some occupations require an associate’s
degree, while many others may be obtained through certification courses and on-the-job
Figure 2
Employment by Levels: Eating and Drinking Establishments
apprenticeships, both informal and formal.  Specific examples of career pathways in hotels
and eating and drinking establishments and examples of best practices in providing training
for these sectors are described in the next sections.
English-language fluency is important for many positions in the hospitality industry.
Jobs in the hospitality industry can be thought of as either "back-of-the-house" or "front-of-
the-house" positions.  Back-of-the-house positions, such as food preparation, cleaning, and
function set-up, involve minimal contact with guests and therefore require lower levels of
English-language proficiency. These positions generally pay lower wages and do not offer the
potential for receiving additional income from gratuities.  In contrast, front-of-the-house
positions involve much more contact with guests, pay better wages, and require stronger
English-language communication skills.  Therefore, lack of English-language fluency can be
a formidable barrier to accessing employment in front-of-the-house positions that offer the
highest wage levels in the hospitality industry.
Career Pathways and Advancement Potential
Two career groupings that emerge in both the
hotel and eating and drinking establishments sectors
are food preparation and service (see figure 3) and
maintenance.
Accessing progressively higher-level positions in
food preparation generally relies upon gaining on-the-
job experience.  To reach the highest levels in the
cooking profession, specialized education is also
required.  Accessing career-ladder positions in food service relies upon successful experience
on the job and a positive recommendation from a supervisor. The greatest opportunity for
intervention by community-based organizations appears to be in the food-preparation career
pathway.
The second career grouping worth noting is cleaning and maintenance services.  Janitors
and cleaners, including housekeeping and maid services, is the largest occupation in the hotel
industry, accounting for 23.6% of total employment.  Wages in Boston for these positions
average $9.00 to $10.00 per hour.  Positions that transition from cleaning to maintenance,
sometimes with front-line supervisory responsibilities for cleaning and janitorial services, offer
higher pay rates.  Opportunities also exist for those with certificate training and/or informal,
on-the-job apprenticeships to advance to positions that require higher-level maintenance
skills, such as basic electrical and HVAC repair and troubleshooting.  In Boston, pay rates for
these positions average $14.00 to $16.00 per hour.  Short-term training and on-the-job expe-
rience are required to access these positions.
Finally, hotel desk-clerk positions may serve as an entry point, from which higher-pay-
ing jobs such as bookkeeping, accounting, and auditing clerks, may be accessed with addi-
tional training and the development of a positive work history.
English-language fluency is an important factor in advancement in the hospitality
industry.  Many of the back-of-the-house positions, including food preparation, cleaning,
The Development of Boston’s Seaport District: Employment Opportunities and Community Strategies
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Food Preparation Workers -> Short Order Cooks ->
Institutional or Cafeteria Cooks -> Restaurant Cooks
Dining Room and Cafeteria Attendants -> Waiters
and Waitresses -> Host and Hostesses -> Bartenders
Figure 3
Career Pathways in Food Preparation and Service
housekeeping, and maintenance positions, are generally lower paid and do not require English
proficiency.  Front-of–the-house positions, such as waiter and waitress, concierge, and front-
desk positions, are generally higher paid and do require high levels of English proficiency.
This may be a barrier for some employees seeking career advancement within the hospitality
industry.
With regard to the maintenance career pathway, access to higher-level occupations is
likely to be mediated by gender, in addition to English-language proficiency, skills, and expe-
rience.  The level-two and level-three occupations in this career pathway tend to be male-
dominated.  The institutional requirements to access these positions, such as education, train-
ing, and informal apprenticeships, also tend to be male dominated.
Best Practices for Employment Training in the Hospitality Industry
A number of training efforts in the hospitality industry exist, both in Boston and else-
where.  The hospitality industry is responsible for more than $350 billion in annual national
revenues.  Training programs serving the hospitality industry are in strong demand because
the industry is so labor intensive and training is seen by the industry as the critical factor in
the success of both a particular property and the industry as a whole.1 1 From the employ-
ment training-organization perspective, the hospitality industry offers a number of consis-
tently available positions and strong support for advancement of internal candidates.  One of
the critical challenges is to ensure that clients do not become stuck at the lowest levels of
employment.  In the cases cited below, we have looked for examples that have addressed both
entry-level employment and career advancement within the hospitality industry.
The Culinary Union Training Center (CUTC) of Las Vegas offers an example of how
an employment training program can provide both access to entry-level employment and
opportunities for career-ladder advancement to positions offering higher pay.  CUTC offers
training programs in thirteen different occupations that are in demand in the hospitality
industry, ranging from cashier to prep/fry cook.1 2 GED and ESL classes are also offered.
Time periods for each training range from 30 to 330 hours, depending the type of class.  Most
classes are offered twice per day to accommodate workers on various shifts.  Classes are free
based upon membership in or registration with the Culinary Union.  Completion of a class
in basic job skills is accepted by both the union and employers in the hospitality industry in
Las Vegas as evidence of acceptable work experience for entry-level employment.  Completion
of advanced classes gives a participant certification in the course competency and the oppor-
tunity to bid for promotions.   
In Hawaii, where 58% of all workers are employed in the hospitality industry, the state
Department of Labor and Industrial Relations created the Tourism Training Council to over-
see training programs for the hospitality industry.  Apprenticeship programs in building
maintenance, cooking leading to executive-chef positions, and cooking leading to pastry-chef
positions are critical to the training council’s efforts.  Admission to the apprenticeship pro-
grams requires a high-school diploma or GED and successful completion of an entrance
examination.  The program is funded by employers who have signed a union contract and the
union/management nonprofit training fund.  Community colleges also offer courses in
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tourism, food service, maintenance, Hawaiian cultural interpretation, Japanese language and
culture, and certification courses in a variety of hospitality-related areas.1 3
At a more advanced level, the Visitor Industry Council of Dade County, Florida, has
created a program to increase the participation of African-Americans at the higher levels of
the hospitality industry.  Employees who have an associate’s degree and experience in the hos-
pitality industry are given scholarships to Florida International University, in conjunction
with an internship in positions of increasing responsibility in local hotels.  Students commit
to working in the hospitality industry in Dade County for two years after graduation.  More
than one hundred students have completed the program to-date.14 
There are a number of examples in Boston that are worthy of examination, as well.  A
collaborative of seven Boston-area community-based organizations, including VietAID,
Dorchester Bay Economic Development Corporation, the Asian Community Development
Corporation, and the Boston Technical Center, provided outreach and employment referrals
to the Seaport Hotel.  Residents who needed job-readiness training were referred to the
Boston Technical Center. The Seaport Hotel compensated the referring organization for each
employee referred, which created a true win-win partnership.  Community residents were able
to access employment opportunities, the participating CBOs were compensated for their
work, and the Seaport Hotel was able to obtain the workforce it required.  Pine Street Inn and
the Crittenton Hastings House also offer noteworthy training programs for the hospitality
industry.
Recommendations for Employment Training in the Hospitality Industry
The following recommendations are based on the research for this report.  Readers are
cautioned that these recommendations are based on aggregated information on the hospital-
ity industry and that conditions within specific firms may vary significantly from what is pre-
sented here.  Therefore, training providers are urged to work closely with specific employers
in developing and implementing their training programs.
• Identify the companies that will be operating hotels in each of the developments in the
Boston Seaport District and begin to work with them at the early stages, even before the
construction of the property is completed, to develop training programs and hiring or
interviewing agreements that will meet employer needs;
• Explore partnerships with the Hotel Employees and Restaurant Employees Local 26 and
other unions in the hospitality industry to develop and deliver training programs;
• Work hard to ensure that all training programs for this industry are targeted to career-
ladder opportunities, due to the relatively low wages paid for work in entry-level posi-
tions in hospitality;
• Provide ESL, GED, and adult basic education as part of a comprehensive training pro-
gram, as these requirements are often barriers to employment at higher levels.




Legal Services:  Employment in Law Offices
Class-A office space represents the largest proportion of development planned for the
Boston Seaport District in terms of square footage of space to be developed.  Law firms will
be a critical user of is Class-A office space.  The location of the new federal courthouse on the
waterfront has encouraged law firms to locate new offices there, as well as signaled that locat-
ing in the downtown financial district
is no longer a business imperative.
Fo l e y, Hoag & Eliot has alre a d y
signed up for space on the waterfront,
reserving the top six floors of World
Trade Center West.1 5
Legal Services has not interested
employment training providers to the
same extent as financial services and
other users of Class-A office space.
However, there are a number of rea-
sons why employment training
providers should consider developing
programs to serve this industry;  1) the industry is large and growing in Boston; 2) it offers a
significant number of positions that offer substantial wages for workers with less than a bach-
elor’s degree; and 3) growth projections for these occupations over the next five years are
strongly positive.
Occupational Overview
Of the total employment in legal services, 61.3% is in positions that do not require a
bachelor's degree or higher levels of education.  Employment at the three levels that do not
require a bachelor's degree is spread more evenly than in either of the two other industries
described in this report (see figure 4). 
Growth projections, particularly for level-two and level-three positions, are very strong.
Paralegal employment, for example, is projected to grow by 70% in Massachusetts between
1996 and 2006.  Some training programs may consider the concentration of pre-baccalaure-
ate jobs in eleven occupations to be a potential downside to the relatively even distribution of
employment among the three levels.1 6 However, this downside risk is countered by the
strong growth projections and relatively high wages paid for these occupations.
Wages in the occupations represented in legal services are relatively high, particularly in
level-two and level-three positions.  For example, legal secretaries in Boston have hourly wages
averaging more than $18.00, while paralegals earn wages higher than $20.00 per hour, on
average. 
Figure 4
Employment by Levels: Legal Services
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Experience and Skill Requirements
Experience and skill requirements for clerk, general secretarial, and typist/word process-
ing positions are usually generalist in nature.  Knowledge of common computer applications,
particularly office-suite programs like Microsoft Office, is most relevant.  Excellent customer
service, written and verbal English capacity, and personal interaction skills are also required.
Specific employers may also require skills in particular database and desktop publishing com-
puter applications.  A number of excellent examples of training programs designed to meet
these requirements are available in Boston and nationally.
Legal-secretary positions require additional skills beyond what is required for general
secretarial positions.  These skills may include knowledge of legal concepts and proper legal-
citation formatting.  Community colleges, proprietary business schools, adult-education cen-
ters, and professional organizations may offer legal-secretarial training.  
Legal-education courses and professional certifications are offered by the National
Association for Legal Secretaries (NALS).  The Accredited Legal Secretary (ALS) designation
is for someone entering the legal-support field.  To take the exam, one must complete two
legal-training courses.  To become certified as a Professional Legal Secretary (PLS), one must
have three years experience in the legal field.  The ALS and PLS designations can create more
job opportunities and higher salaries.1 7
The skill and education requirements for paralegals vary substantially across the indus-
try.  Approximately 85% of all paralegals receive some form of formal paralegal education.1 8
Paralegals are educated through certificate programs at community colleges or proprietary
schools, two-year degree programs at community colleges or universities, or four-year degree
programs at colleges and universities.  At least twenty-four credit hours of legal specialty
courses are recommended as a minimum qualification for paralegals, although individual
employer requirements may differ substantially.  Some programs are certified by the American
Bar Association and are generally considered the most reputable.  Colleges offering American
Bar Association certified paralegal courses of instruction in Massachusetts are:  Anna Maria
College (Paxton), Bay Path College (Longmeadow), Bentley College (Waltham), Elms
College (Chicopee), No rthern Essex Community College (Ha verhill), No rth Sh o re
Community College (Danvers), and Suffolk University (Boston).1 9
Experience requirements for paralegal positions vary widely as well, depending upon the
position’s work duties for a specific employer.  Paralegals work independently, under the
supervision of a lawyer. Tasks performed may include preparing contracts and forms, per-
forming investigations, doing legal research, interviewing clients, and performing other duties
to assist lawyers in delivering services to clients.2 0 General skills required by most employ-
ers include computer applications usage, and excellent writing, reading, and research skills.
English-language capacity is an issue that may cut both ways in the legal services indus-
try.  On the one hand, employers increasingly recognize that a diverse clientele includes many
languages.  This recognition may lead employers in this industry to increasingly value employ-
ees who are fluent in languages other than English.  On the other hand, English-language flu-
ency is still required for positions that involve client contact, which includes the vast majori-
ty of positions in this industry. Therefore, English-language proficiency is likely to continue
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to be a strong requirement for accessing employment in the legal services industry.  Also, it is
important to remember that the vast majority of written communication continues to be in
English, so written English skills are required, as well.
Career Pathways and Advancement Potential
A clear potential career pathway exists in the legal ser-
vices industry.  Entry-level employment is available in file-
clerk and general-office-clerk positions, as well as in secretar-
ial and word-processing and typist jobs.  Secretary and typ-
ist/word-processor positions may also be thought of as a step
up from clerk positions because of their higher wages and
increased accessibility to higher-level positions.  Legal-secretary positions represent a signifi-
cant advancement opportunity over secretarial and typist/word processor positions in terms
of both wages and projected occupational growth.  Paralegal positions, in turn, represent
another step up from legal secretarial jobs (see figure 5).
Best Practices for Employment Training in Legal Services
Training programs run by community-based organizations specifically for the legal ser-
vices industry appear to be in short supply.  Many community-based organizations offer
office-skills training that could result in placement in law offices, as well as other businesses.  
A number of community-based organizations do offer skills training for legal secretaries.
In the case of Job Corps, this involves the addition of skills needed to become a legal secre-
tary on top of the skills provided in their general secretarial program.  Also, internship place-
ments in legal settings help ease the transition to employment for Job Corps graduates.
Recommendations for Employment Training in Legal Services
• Develop and expand current training for clerical, receptionist, and basic secretarial posi-
tions to include law offices as placement sites by working with employers to identify
their needs and establish a placement relationship for program participants;
• Develop partnership agreements with community colleges for advanced training and
certification in legal secretarial and paralegal skills for participants who have completed
basic skills training and become employed in the legal services industry;
• Consider the development of stand-alone programs that add the necessary skills for
employment as a legal secretary to those already in place for general secretarial and cler-
ical skills.
Insurance: Employment in the Insurance Industry
The insurance industry is one of the largest employers in the greater-Boston region and
will be a significant user of Class-A office space, along with legal services, in Boston’s Seaport
File or General Office Clerk -> Secretary or Typist and
Word Processor -> Legal Secretary -> Paralegal
Figure 5
A Career Pathway in Legal Services
District.  The importance of the insurance industry is underscored by the fact that many of
the clerical positions that make up a large portion of the employment in this industry are also
significant occupations in a variety of other industries, such as financial services and business
services.  Much of the information in this section is thus transferable, on an occupational
basis, to other critical industries in Boston.
Data provided by the Massachusetts Department of Employment Training for the insur-
ance industry are distributed widely across a variety of industry sectors.  For this report, we
are using the life-insurance sector because it is one of the largest insurance sectors in Boston
and because its occupational matrix is highly correlated with other insurance sectors.
Occupational Overview
Most positions (62.7%) in the
insurance industry do not require a
bachelor’s degree.  The distribution
across the pre-Baccalaureate positions
in the insurance industry is quite
even, ranging from 18.5% for level-
one positions, to 11.9% and 32.3%
for level-two and level-three positions,
re s p e c t i ve l y, totaling 62.7% of all
employment in the industry. This
implies that career pathways to high-
er-paying positions may exist in this
sector (see figure 6).
There are several downsides to the occupational structure of the insurance industry.
First, the wage levels for many of the occupations in the insurance industry are quite low, even
for second- and third-level occupations.  Compared with the legal services industry, the pay
in critical occupations in the insurance industry is significantly lower.  Also, statewide growth
projections for many occupations in the insurance industry are very low or even negative.  For
example, the growth projections for insurance sales workers, a level-three occupation, and
insurance-policy processing clerks, a level-two occupation, are -10.7% and –17.4%, respec-
tively, between 1996 and 2006 (see Appendix A, table 4).  Therefore, employment training
programs may find fewer placement opportunities for their clients in the insurance industry
than in other industries.  It is not clear whether the employment opportunities in the Seaport
District will represent additional employment opportunities or merely relocated jobs that cur-
rently exist in other areas of Boston.
Experience and Skill Requirements
Like legal services, experience and skill requirements for clerk, general secretarial, and
typist/word processing positions in the insurance industry are often fairly general.  Excellent
customer service and personal-interaction skills are required.  Successful applicants for these
The Development of Boston’s Seaport District: Employment Opportunities and Community Strategies
18
Figure 6
Employment by Levels: Life Insurance
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positions are usually able to demonstrate at least minimal levels of successful work experience.
Because specific procedures vary widely by company, on-the-job training is provided for
entry-level positions, making knowledge of specific skills and procedures less important.
However, many clerical and secretarial positions in the insurance industry are beginning to
require more advanced experience with computer applications and information technology.
These needs are discussed in the following section.
Insurance adjusters, examiners, and investigators decide whether claims are covered by
the customer’s policy, confirm payment, and investigate the circumstances surrounding a
claim.  Most entrants to these positions have a strong work history, organizational skills, and
demonstrated ability to interact well with a wide variety of clients.  Firms generally provide
extensive on-the-job training and mentoring of new employees by seasoned professionals.  
The issue of English-language proficiency in the insurance industry is similar to the legal
services industry. The ability to communicate in languages other than English is increasing-
ly needed in communicating with customers whose first language is not English, but excel-
lent oral and written English-communication skills are still a prerequisite to employment in
the industry.
Career Pathways and Advancement Potential
A number of potential career pathways exist in the
insurance industry (see figure 7).
Many of the positions in the insurance industry are
clerical or secretarial.  Access to higher-level positions gener-
ally requires successful work experience and the ability to
gradually take on additional duties.  Specific classes, such as
advanced computer applications or bookkeeping certificate
programs, may also aid in moving employees to higher lev-
els of employment.  In addition, clerical and secretarial posi-
tions increasingly require sophisticated use of computers and
information technology for both entry-level and advanced
positions.
Certification also plays a critical role in the insurance industry.  Sales positions require
certification and licensing.  Many people who obtain these jobs start at lower positions in the
industry and gain the knowledge and experience required for licensing while on the job.
Although many employers prefer candidates for sales positions to have a bachelor’s degree, it
is not an absolute requirement.  Also, there are industry-recognized certification programs for
a variety of other positions, such as claims examiners and adjusters.
Finally, there is a growing trend in the insurance industry, as in many other industries,
toward automation of routine processes.  This trend has led to an increased need for infor-
mation-technology employees at various levels with experience in computers and computer
software as well as in the insurance industry.
General Office Clerk -> Insurance Policy Processing
Clerk -> Insurance Claims Clerk -> Insurance
Adjusters, Examiners, and Investigators
File Clerk or General Office Clerk -> Adjustment Clerk 
-> Bookkeeping, Account, or Auditing Clerk
Figure 7
Career Pathways in the Insurance Industry
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Best Practices for Employment Training in the Insurance Industry
The Dane County (Wisconsin) Economic Summit Council has developed a training
program for information technology that encompasses both the finance and insurance indus-
tries.  The program offers training for career-ladder advancement for incumbent clerical
employees of finance and insurance firms in Dane County. The training is offered through a
partnership with the Madison Area Technical College.  Training lasts for sixteen weeks, twen-
ty hours per week.  Employers are required to prescreen referrals to the program and to assign
an employee mentor to each program participant.  People who successfully complete the pro-
gram receive eleven hours of credit toward an associate’s degree and the promise of consider-
ation for internal promotion to information technology positions within their companies.2 1
Case Studies
I
nformation gathering is only one part of the struggle facing communities of color in obtain-
ing access to the employment opportunities that are derived from major developments like
the Boston Seaport District.  A well-developed strategy is also required.  This report hopes
to contribute to the development of that strategy by providing descriptions and analyses of
two case studies of how other communities of color made the connection between commer-
cial development and employment, with lessons that can be applied to the situation in
Boston.  Following the pattern used previously in this report, each section will contain a
description of the case being studied, analysis of the lessons to be learned from the case, and
recommendations for practice.
Three Communities and Their Use of Linkage to Impact Employment
Opportunities
Linkage programs, utilized at their best, have the potential to bring private employers
to the table to create equitable access to employment opportunities.  Linkage programs work
toward this goal along three dimensions: finding incentives to bring employers to the table,
providing information on employer needs early on in the process, and linking that informa-
tion to people seeking jobs and employment training providers.  The three programs dis-
cussed in this study are the Portland, Oregon, JobNet, the Minnepolis Neighborhood
Employment Network (NET), and the Berkley, California, First Source program.2 2
Bringing Employers to the Table
The three long-standing linkage programs we examined use different incentives to bring
employers to the table.  The linkage programs in Portland, Oregon, use economic-develop-
ment incentives as leverage.  Employers who receive such economic development incentives
as tax abatements, relocation assistance, and financing are required to sign a linkage agree-
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ment, the features of which are described in the following section.  The program in Berkeley,
California, uses zoning, permitting, contracting, and the provision of financing to leverage
employer participation.  Triggers for the program are "new, non-residential real estate devel-
opment of more than 7,500 square feet; city public works contracts more than $100,000; or
any loan commitment from one of the four city loan, industrial revenue bond financing, or
local facade grant programs."2 3 Both construction and permanent jobs are included in the
program.  The program in Minneapolis started by requiring participation of employers receiv-
ing redevelopment assistance, but has evolved to the point where participation is voluntary.
Participation is driven by the extremely tight labor market and the high quality of services
provided to employers as part of the program.
Obtaining Information on Employer Needs
Policy makers and employment training providers widely recognize the need for
employment training programs to connect closely with employers to be effective.  One rea-
son to do this is to obtain critical early information on employers' needs.  Staff of the Portland
JobNet program are included in the initial negotiating sessions with employers, even prior to
the employer receiving the local governmental assistance that will trigger participation in the
program.  By being included early in the process, JobNet staff gain valuable connections with
employers, which in-turn facilitates ongoing relationships.  Gaining information on employ-
ment opportunities early-on allows JobNet staff to give local training agencies an early "heads
up" on what jobs will be available in the future and what skills and experience levels employ-
ers anticipate requiring of entrants.  JobNet staff then work with community-based organiza-
tions to identify and train community residents for the positions that will become available.
As the jobs come on line, employers are required to advertise the positions with JobNet prior
to advertising the positions publicly, giving community residents the first opportunity to
apply for newly created positions resulting from development.  
In the Berkeley and Minneapolis programs, up-front information is gathered on a much
more ad-hoc basis, due in part to lack of sufficient staff resources to meet this need.  The focus
in Berkeley is on keeping up with changing employer needs through the job-opening infor-
mation that companies are required to provide to the First Source office as soon as openings
become available.  The Minneapolis NET program has two full-time job developers on staff
who contact employers regularly for job leads and then disseminate the information to its net-
work of employment training providers.
Linking to Employment Training Providers
Each of the three communities in this study works in partnership with community-
based employment training programs.  Portland's JobNet takes over the placement function
from the employment training providers after training to ensure screening and candidate
quality control.  Direct access for providers to employers is limited to special orientation ses-
sions with employers who are preparing to hire large numbers of employees.  All other direct
employer contact is handled by JobNet staff.  Berkeley's First Source program plays a more
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traditional intermediary role of providing information to employment training providers, but
only limited quality control and matching services.  The Minneapolis NET program is limit-
ed to providing information on current job openings and employer contacts to employment
training programs on a daily basis.
These programs were found to be effective along several dimensions.  Large numbers of
community residents were served by each program and all three programs were particularly
effective at placing low-income workers as well as racial and ethnic minorities in jobs.  Racial
and ethnic minorities were placed at two to three times their rate of representation in the local
workforce.24 Job placements varied across the three cases, but in general clients were placed
in good entry-level positions.
It is important to note that the linkage programs described in this section are substan-
tially different from Boston’s linkage program.  Boston’s linkage program requires developers
to pay into funds set aside for job training and housing development.  The funds for job train-
ing are administered by the city and are disbursed to employment training providers through
an RFP process.  While the training programs are required to have close links with private
employers to enhance the success of placement efforts, they are not generally required to work
with employers planning to locate in the development that provided the funds.  The linkage
programs in Portland, Berkley, and Minneapolis do not extract funds from developers, but
rather work to get access to jobs for city residents, particularly low-income residents.  These
linkage programs seek to make a direct link between specific employers and residents who
need jobs. 
Recommendations from the Linkage Case Studies
• Develop, implement, and monitor a contractually obligated system of employer partic-
ipation in the city’s workforce development system, with an eye to the provision of per-
manent jobs to residents of Boston’s communities of color;
• Ensure that transparent monitoring policies, backed up by enforcement mechanisms
including economic sanctions, are in place to ensure employer participation;
• Provide a coordinating role for representatives of local communities of color and repre-
sentatives of employment training programs that serve those communities;
• Work toward the development of hiring policies that contain mandates similar to those
currently in place for publicly financed construction jobs.  (Leverage for these policies
may be most available in the development of the parcels owned by Massport.)
Military-Base Closings and Redevelopment
Military-base closings and their subsequent redevelopment are relevant to the focus of
this report for at least two reasons.  First, military-base closures disproportionately impact
racial and ethnic minorities through the elimination of civilian jobs on the bases.  For exam-
ple, five base closings in the San Francisco Bay Area were found to result in the loss of approx-
imately 66,000 jobs, of which 40 percent were held by people of color.2 5 The closures were
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estimated to result in a 50% increase in unemployment, 84% of which was projected to be
people of color.   Second, the redevelopment of these bases, like the development of Boston's
Seaport District, will provide opportunities and access points for permanent employment
opportunities that can be accessed by communities of color with effective planning, public
policy involvement, and training.  Some instructive examples are provided below.
Military-base redevelopment typically involves a multi-faceted approach, including
recreational land preservation, homeless housing development, as mandated by the McKinney
Homeless Assistance Act of 1987, educational facilities, and private commercial develop-
ment.2 6 However, private commercial development is generally the main driver in base rede-
velopment.  In addition, it is important to remember that employment opportunities and
businesses in the area surrounding the base are important as well.
Communities that have been most effective in redeveloping their bases have been those
that linked the needs of their current workforce to the types of businesses they were seeking
to attract.  For example, when the Charleston Naval Base closed, the community had a sur-
plus of blue-collar workers, so the redevelopment plan focused on the recruitment of manu-
facturing and distribution jobs in industries that could use the trade skills of Charleston's
unemployed or underemployed workforce.2 7 An additional benefit of these types of jobs is
that they balance the lower-paying service economy jobs that are growing fastest in most areas
of the United States.
A second characteristic of communities that have been successful in developing employ-
ment opportunities for their residents after a base closing is a willingness to focus training
efforts on the needs of the new industries that will move onto the base.  In Almeda County,
California, the location of six base closings, the local Private Industry Council and the
University of California conducted demographic studies of civilian workers who would be
affected by the base closings and industry studies of potential locators in the new develop-
ment.  The findings were used by the PIC and local training and human-service providers to
design services and training programs.28
Finally, development occurring in the area around the base is also critical.  The mix of
businesses that surrounded a base while it was open may not be relevant to the new uses of
the base.  In addition, new civilian development may provide additional small business oppor-
tunities since civilian employees will not have the base PX store to serve their basic needs as
their military predecessors did.
Recommendations from the Base Closing Studies
• Develop a collaborative working group to include policy makers, funders, and employ-
ment training providers to proactively develop and implement training programs for
industries that will become key employers;
• To the extent feasible, attempt to have industries with employment opportunities that
match the skills, education, and experience of residents of Boston’s communities of
color locate in the Seaport District;
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• Consider both employment and small business opportunities that can be generated in
the areas surrounding, as well as within, the Boston Seaport District.
Recommendations
T
he development of the Boston Seaport District is a long-term effort.  Responding effective-
ly to this project to ensure access for communities of color to the employment opportuni-
ties that will be created as a result of the project will require ongoing planning and program
development.  The changes in development plans that will no doubt occur in the future will
necessitate rethinking any of the recommendations provided in this report.  That said, there
are a number of recommendations that can be made at the present time with regard to three
areas of focus of this report:  planning process, infrastructure, and workforce development
programming.
Planning Process
• Ensure community representation in the planning and approval processes for the devel-
opment projects, with the goal of obtaining hiring commitments for residents of
Boston's communities of color;
• Ensure that all agreements reached with developers and employers in the Seaport
District include provisions for community oversight and stringent sanctions for failure
to meet the terms of the agreements;
• Create a working relationship with public workforce development funders to obtain
commitments of training resources to support employment training for the critical
industries and occupations identified in this report.
Infrastructure
• Coordinate with groups working on transportation plans for the Boston Seaport
District to ensure that public transportation access from Boston's communities of color
is direct, unimpeded, and scheduled in accordance with work and training schedules for
the occupations being pursued;
• Work with developers, public officials, and unions to provide on-site training facilities
within project developments.  A training site for the hospitality industry appears par-




• Identify those employers who are likely to locate in Boston’s Seaport District and work
with them and any unions that represent their workers to develop training programs
that meet their specific skills needs for critical occupations; obtain interviewing and hir-
ing agreements for training-program graduates in return;
• Identify career pathways for occupations offering entry-level training programs and pur-
sue curriculum development and funding opportunities, in partnership with private
employers and unions, for these programs;
• Develop and implement training programs that include ABE, ESL, and GED training,
as well as occupational skills training.
Finally, ongoing surveillance of the development of the Boston Seaport District and the
employment opportunities generated is clearly a necessary component of a successful plan.  As
projects begin to be built, a great deal of additional information regarding specific employers
planning to locate in the area will become available.  A process to continually obtain, track,
and disseminate this information in a timely manner must be developed and implemented.  
Using This Report
T
his report has been designed to provide data and information for community-based
employment training organizations to use as a starting point in developing plans to maxi-
mize access to permanent jobs in the Seaport District for their communities.  The follow-
ing are a few suggestions for the use of this report.  
1.     Use re p o rt as a basis for beginning dialogue with private employers who are contemplat-
ing moving into the development.  For example, a CBO that provides training in the hos-
pitality industry could arrange to meet with Human Re s o u rces personnel from hotels
planning to move into the district, using the occupational and best-practice information
f rom this re p o rt as the beginning of a dialogue about skill re q u i rements for specific occu-
pations in that particular company.  This dialogue could eventually result in forming a
p a rtnership to provide a training program, internship placements, and/or agreements to
i n t e rv i ew program graduates.
2.     Use the re p o rt as the basis for a dialogue with funders.  Gi ven the large number of per-
manent jobs that will be created in the Boston Se a p o rt District when completed, work-
f o rce development funders will likely look favorably upon training providers who have
planned strategically to ensure access for residents of Boston's communities of color, who
remain an underu t i l i zed labor re s o u rce.  Both private and public work f o rce deve l o p m e n t
funders have a stake in seeing that residents of communities of color have access to this
infusion of permanent jobs.
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3.     Use this re p o rt to think beyond entry - l e vel positions.  One focus of this re p o rt has been
on the consideration of employment opportunities beyond the entry level.  These posi-
tions are the ones that pay wages that can lead to a family's economic self-sufficiency.
Despite the current focus of work f o rce development policy on entry - l e vel "work - f i r s t "
types of positions, we suggest that there are opportunities to obtain access to both the
e n t ry - l e vel positions that can get a worker in the door of a company and the higher-leve l
positions that can lead to economic self-sufficiency.  Pilot programs that address this need
may be particularly va l u a b l e .
4.     Use this re p o rt as the basis for further re s e a rch and planning.  Modifications to the deve l-
opment proposals, changes in labor-market conditions, and work f o rce development poli-
cy changes will all have an impact on what can be done and how, in gaining access to per-
manent employment opportunities in the Boston Se a p o rt District.  Using this re p o rt as
baseline information, community-based organizations can identify the ways in which
changes relating to the Se a p o rt District will impact the information in this re p o rt and be
able to respond quickly and effectively to these changes.
Ad vocacy organizations and unions may also find value in this re p o rt in providing infor-
mation that will support their efforts to organize around access to Boston’s Se a p o rt District for
B o s t o n’s communities of color.  Ad vocacy and work f o rce development organizations are
encouraged to work in partnership to develop the political leverage to implement policies that




1 . Diana Pi e rce and Jennifer Brooks, with Laura He n ze Russel, "The Se l f - Su f f i c i e n c y
St a n d a rd for Massachusetts," Wider Op p o rtunities for Women, 1998 and Ma s s a c h u s e t t s
Se l f - Sufficiency Project (Wo m e n’s Educational and Industrial Union in collaboration with
Wider Op p o rtunities for Women), "The Se l f - Sufficiency St a n d a rd:  W h e re Ma s s a c h u s e t t s
Families Stand," Ja n u a ry 2000.
2 . Jack Wiggin, 2001, "The Boston Se a p o rt De velopment Process:  Ove rv i ew and Ac c e s s
Points," working paper, (Boston: CCED).
3.     St e ven Wilmsen, "State approves $1b Fan Pier Plan:  Agreement ends two-year battle ove r
harbor site,"  Boston Gl o b e, December 7, 2000, p. A34.
4.     "Convention Center Caution,"  Boston Gl o b e, Fe b ru a ry 17, 2001, editorial, p.  A22.
5 . R i c h a rd Kindleberger, "Convention hotel gets a boost,"  Boston Gl o b e, November 28,
2000, p. D1.
6 . L e vels are based on entry - l e vel re q u i rements and career-ladder potential, which includes
trainable steps and salary increases.  See appendix section for more detailed information.
7.     Boston Re d e velopment Au t h o r i t y, "Boston 400 Pl a n , "
h t t p : / / w w w. c i . b o s t o n . m a . u s / b o s t o n 4 0 0 / .
8.     See Appendix A, table 1, for a detailed description of job titles and levels along with wages
and growth pro j e c t i o n s .
9 . For example, the Se l f - Sufficiency St a n d a rd for Boston for a family comprised of one adult,
one preschool child and one school-age child is a full-time job paying $18.54 per hour.
( Pi e rce and Brooks with Russel,  "The Se l f - Sufficiency St a n d a rd” ) .
10.  Massachusetts Division of Em p l oyment and Training, "Em p l oyment Projections for
Industries and Occupations, 1996-2006."
11.   Francine Herman and Ma rtha El l e r, 1991,  "Training for hospitality:  Labor problems in
the hotel and restaurant industry," Training and De ve l o p m e n t 45(9):  55-60.
12.  A complete listing is available at http://www. c u l i n a ry h o t e l t r a i n i n g . c o m / t r a i n i n g _ a va i l-
able.html 
13.   Herman and El l e r, “Training for hospitality. ”
14.    Frank Andorka, Jr., July 21, 1997, "Educators act to bolster minority re c ruitment," Ho t e l
and Motel Ma n a g e m e n t, 212(13):  18-20.
15.    Richard Kindleberger, "All the right moves:  For firms seeking new digs, it’s Back Bay vs.
w a t e rf ront.  Each has its own allure,"  Boston Gl o b e, Ma rch 12, 2000, p. F1.
16.    See Appendix A, table 3, for details.
17.   Information taken from "The California Occupation Gu i d e s , "
h t t p : / / w w w. c a l m i s . c a . g ov / f i l e / o c c g u i d e / L E G A L S E C . H T M
18.    National Federation of Paralegal Associations, http://www.paralegals.org 
19.   So u rce:  "Paralegal Colleges:  A Di re c t o ry of Colleges Offering Paralegal Pro g r a m s
Ap p roved by the American Bar Association (ABA),"  http://www. p a r a l e g a l c o l l e g e s . c o m
20.   The Paralegal Profession:  Frequently Asked Questions (FAQ),  http://www. b e rk e l e yc o l-
l e g e . e d u / Ac a d e m i c s / Pro g r a m s / De s c r i p t i o n s / FAQ - Paralegal.htm 
21.    http://www. c ow s . o r g / p ro j e c t s / j w f. h t m l
22.   Much of the information in this section is taken from:  Frieda Molina, 1998, "Ma k i n g
connections:  A study of employment linkage programs"  (Washington, DC:  Center for
Community Change).
23.   Molina, Making Connections, p. 2 1 .
24.   Ibid., p. 30.
25.    Applied Re s e a rch Center, 1996, De l i b e rate disadvantage: A case study of race relations in the
San Francisco Bay Are a ( Oakland, CA:  Chardon Pre s s ) .
26.  Gail Hanson, September 12, 1994, "Base closings:  Shelter for the homeless or new job
o p p o rtunities,"  Insight on the Ne w s, p. 6-10.
27.    Louis Jacobsen, "There is life after a military base closes," National Jo u rn a l, April 22, 2000,
p. 1292.
28. William Tu o h y, Fe b ru a ry, 1997, "A regional response to base closings,"  Public Ma n a g e m e n t,
79(2):  4-9.








The Development of Boston’s Seaport District:  Employment Opportunities and Community Strategies
32
